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Abstract 
The manager’s work is doing certain things through employees. In order to do this thing, the manager should be capable to 
motivate the employees. But this is easy to say than to do, especially within media institutions that have a certain specific and 
employees with strong personalities and pride. The practice and the theory of motivation are difficult subjects that imply more 
branch of science. The motivation is not clearly understood and more often is worse bringing into effect. In order to 
understand the motivation you should understand the human nature yourself, and in this case the problems are rising! Human 
nature could be very simply and in the same time very complex, but the understanding and the appreciation are essentially for 
an efficient motivation of the mass media employees. There is an old saying: you can bring a horse to water but you cannot 
oblige him to drink if is not thirsty; the same is happened with the people from media. They will write what they want or what 
they are motivated to write. They excel in field works or in the “ivory tower” of top management; people should be motivated 
or lead through this motivation, either by themselves or external stimulus come from the management team. The people from 
mass media are born with self-motivation? [1]. Yes and not. It is true that some people chose the idea that you are born 
journalist, you will not become, but some things are changing in time! The motivation is the ability that could be learned and 
should be learned. This thing is essential for a business success and survival. The performances are appreciated depending on 
ability and motivation, so: professional performance = f (ability) (motivation); Ability, instead, depends on education 
(journalism studies or not), experience (any practice to write a news represents a step onward) and training; and it 
improvement is a lent and lasting process [2] 
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1. Introduction 
If until recently motivating employees through a salary consistent was almost exclusively, modern policies of 
compensation and benefits went deeper on the Romanian market. Initially, multinationals have introduced total 
compensation only to top management, and later, the policy to standardize and understand almost all hierarchical 
levels. Romanian employees’ expectations are no longer limited in recent years only financial component. When 
they negotiate "transfer" to another management team, they discuss very carefully the entire "compensation 
package" offered to them, given a large measure of such extra-monetary components. Sometimes a small detail, 
such as access to the modern technology can tilt the decision [3]. There is no escape from these trends the media 
employee who wants to work both to cover the financial needs of wages and to gain fame, glory, meant to bring 
even a better position. It is said that the media is "fourth estate", "watchdog of society" or "guardian who watches 
over society institutions"[4].   
2. What practice says 
Media exercise pressure force on society in four areas: economic, political, coercive and symbolic. Regarding 
the economy, the media is a powerful pressure on the general framework of media action. Paul Marinescu 
outlined in "Management of media institutes" that "media are not only catalysts of the general will or joy, as are 
not just propagation of messages, money decodes many speeches or silences when it comes to press "[5]. "The 
journalists currently defined by a perpetual internal movement, journalists are nomadic, moving more within the 
profession, from one organization to another, from one channel to another - and more recently from journalism to 
public relations" remark Mihai Coman in his article "Romanian Media in Post-Communist Era: 1990-1997". 
Profession or occupation, whatever would be labelled, journalism cannot be defined without its four components: 
information - raw material, informant - modeller, media - the means of transmitting information, the public - 
those who had confided to meet the needs information to the media. Media is the main source of information, 
culture and entertainment, occupies a place that we can consider quite important economically. However, the 
economic weight of the media could increase in the near future, not because the print media but rather 
Broadcasting, with the emergence of new technologies.  
Press, conceived as intellectual activity and as a form of craft production, has become, since the nineteenth 
century, subject to market and to the industry of media products. Representing a cultural commodity, press 
"appears as reproducible products, special type, which include, in different ways, cultural or artistic work". Even 
have common features of any modern activities, the media still has its own characteristics, arising primarily from 
specific products and influence on the economy of the sector. This is the only common feature of press, radio and 
television. Most goods generated media industries fit into the "logic flow", they are perishable, rapidly lose value 
and be permanently replaced by other goods. Today, information is not only a perishable product, but 
undoubtedly the most perishable of all, since it cannot preserve commercial value, even if it is physically stored 
(collections of papers, records) [6]. The media creates a true "production flow" that opposes the classic "cultural 
goods". However, these two product types can coexist in television [7]. Trends in the global economy are felt in 
the world of print media, especially thanks circulation gains.  
3. Motivation. Rewards. Performance 
According to the analysis "Global Media Trends", made public in spring 2006 by the World Association of 
Newspapers, the amount of advertising and newspaper circulation increased over the past year. Those who "fired 
up" market were East journalists, especially those from China and India. In areas with strong democratic press, 
the only countries that were noted in this regard were Japan and Norway. American publications pass through, 
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according to the study, a period of stagnation (-0.2% in 2004 compared to 2003), while the average European by 
continuing downward trend (-1.4%), with a much more accelerated pace in Germany, France and UK [8]. 
4. Arges County local media – case study 
Based on these considerations, I tried to identify some aspects of human resources management in Arges 
media institutions, just to see if the trends of the world market are found in our county and to find what are the 
newest motivations possibilities of journalists, given the specifics of this job and the local framework analysis. 
For the project I used the analysis of the editorial team of following publications: Arges, Top, Curierul Zilei, 
Ancheta and Jurnalul de Arges.  
Thus, I applied a questionnaire to 30 journalists in the newsroom after I read each publication's editorial 
boxes, action that took place from October 1 to November 15, 2012, because I difficulty received answers to 
questions. We also correlated data analysis with information obtained through direct interviews of media 
managers in the county. Moreover, I have spent about a week in each of the five editorial addressed to gather real 
data from direct observation.  
I proposed in this research to identify what truly motivates journalists, aspects that influence the dynamics of 
media products and, why not admit the evolution of a profession. Therefore, I tried to find Arges journalists 
opinions about what they do, about the media market in which they work, the reasons which have led to enter 
into the "game of information" or what would flow out justifying a series of phenomena taking place in the local 
press.  
Arges County is a heavily industrialized region, a fertile ground battle for supremacy in the political or 
economic environment, editorial and audio-visual favourable, thus putting at stake the image of many politicians 
or businessmen. In this highly competitive business environment, the lack of a professional organization 
representing the interests of journalists, to watch over how their job practice puts a lot of questions about the role 
that they have some journalists.  
When press freedom is violated, some of them retire into media compatible with their style and personality 
and when some journalists conclude that are exploited and their work is not rewarded enough, looking for a " 
media owner " that would evaluate more generous workloads, sell information or photos - exclusive competition 
or at best they "build highway" to the media in the capital, becoming correspondents.  
Working during curricular practical training with several local journalists, I had the opportunity to meet so 
many in the business who told me discouraging that it's not the best profession. Knowing I can say that there are 
few long-haul journalists, who have the effects of occupational instability, thinking that in such situations media 
gets fluctuations in product quality and credibility of the press decreases both the readers and at the sources. We 
all feel the effects of these instabilities of Arges journalists guild, and I think a "denouncement" of cases could be 
beneficial both public and journalist.  
For a more comprehensive argument on this subject I monitored for 6 months all local publications, using the 
method of interview, self-administered questionnaire investigation and bibliographic research.  
Why journalists need to be satisfied with their work? To this question 16.3% said they would be satisfied with 
their work if they achieve celebrity status, 37.5% if they had a reward according to their contribution to the 
editorial, as many would benefit if facilities, 7, 5% if they grow hierarchically and only 1.3% if they would enjoy 
more than the respect of colleague. Therefore, Arges media journalists wish to receive rewards according their 
efforts or get celebrities. Few will necessarily reach hierarchically above or who want to enjoy the daily work 
done by a special respect from colleague’s editorial.  
Among the journalists surveyed, 31.3% are angry because they have no free time on weekends, 22.5% 
complained that spend too much time in editorial, 31.3% will not work with "buds", 12.5% are not satisfied with 
the equipment you have available and only 2.5% about working on the ground. As expected, the specific job, that 
you must sacrifice your life directly affects vision journalists about their job satisfaction. Thus, most complained 
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that they have no the weekend free, even on Saturdays because events cannot be programmed to control, so often 
have to give up their only day off. Worrying is that many editors will not work with beginners, what comes to 
argue the idea that caste is a closed guild journalists, especially locally, where everyone knows everyone and 
does not want to be part of the competition. 12.5% are not satisfied with the equipment, it is a matter primarily of 
equipment and resources on how to work the technical department cannot require performance unless you have 
good equipment, cameras, tape recorders and car for field trips. Only 2.5% of those questioned complained of 
field, evidence that journalists prefer to stay in the office less and more in the thick of things. Regarding working 
hours 20% said they were interested in hiring this, 38.8% of salary, 26.3% of the space in which they will 
actually perform the work, 10% of promotion possibilities as to 5% the qualification required. Most said they 
were interested in salary because it is natural to clearly know what money you receive to meet daily needs, 
something few were attracted by the editorial office. It is interesting and comes in conjunction with the previous 
question that working time is not an issue to ignore. Journalists want to know from the start how long will devote 
job, especially in current times when we hear constantly that time is money.  
Only 10% were referred directly to promotion possibilities and the fact that in Arges media is not emphasizes 
the skill is shown in very low percentage of 5%, who were interested in this aspect. It is bad enough that 
journalists can enter the guild, who have no idea or news profession and that can directly affect the level and 
quality of Arges media. Among the journalists surveyed, 15% said that they got the job through a strict 
competition, following an interview 36.3%, 28.8% with a simple discussion with the management team, 12.5% 
have turned to knowledge, who recommended and 7.5% pass a general knowledge test. From these data it 
appears that the management teams of publications prefer to hire on the basis of simple interview or discussion 
with candidates and only 15% are strict follower’s competitions that can really give value to a prospective 
employee. It is quite strange that 12.5 of Arges journalists appealed to well-known people to get media. A less 
commonly used method is the general knowledge test, which has a certain value for some employers.  
Unfortunately, the responses showed that only 46.3% were working card, the rest are working on a 
collaboration agreement 23.5%, or simply "black", i.e. without documents in accordance with labor legislation 
effect.  
Of those questioned, 22.5% responded that after only one week actually went probation for 28.8%, it took two 
weeks to as many employers to believe in a month, for 12.5 % in two months and only 7.5% during the trial 
lasted more than two months. It is a proof that the work of journalist talent is very important because probation 
are mostly short, but at the same time can be a financial argument that eventually will profit leaders prefer the 
purely economic issues to keep people on probation and change them often, but make hiring. Note that 26.3% 
answered that works in the current version of 6 months, 20% were already a year that editorial formula, 35% two 
years, 10% three years and 8.8% over three years. Local media journalists are loyal harder, so there are few 
people who are over three years in a newsroom. Most are about 6 to two years, and then, if not satisfied 
hierarchical financial or grow or migrate to another publication or retreat, trying to find a job more comfortable. 
Among the journalists surveyed, 18.8% said they were motivated to a great extent, 41.3% to a large extent, 
16.3% to some extent, 20% and 3.8% slightly very little. This shows that there is concern for motivating 
employees, but have found the best way to get there place. 
Unfortunately, those who completed the survey only 39.4% were studies; rest with other professional 
backgrounds, unrelated to journalism.  
After analyzing the responses, 17.5% responded that employment in editorial, studies have relied heavily, 30% 
in large measure, to some extent, 26.3%, 16.3% small extent and 10% to a very small extent. That does not focus 
on specialized studies spread a foul light on Arges media and those leading newspapers in the county, because 
performance is achieved with well-trained people and the idea that you are born journalist, suffer in the meantime 
improvements through the establishment of schools of journalism.  
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Of the respondents, 46.7% said that the threat of dismissal is a common practice particularly of heads during 
editing sessions when subjects were lost, but that it is applied only in rare cases when reach a direct conflict 
between the editor and the management team.  
To this question, 26.3% responded that they have a good relationship with the heads heavily, 42.5% in large 
measure, 20% somewhat lesser extent, 7.5% small extent and 3.8% very small extent. Most think you have a 
good relationship with heads as long as does not financial claims too much or not directly interact with them too 
much, because you risk them in the sights and have some not so pleasant surprises.  
Conclusions 
 As organizations grow they are dealing with a number of key aspects of human resource management. 
Managers create a plan to attract and retain people with the skills the organization needs to function and grow. 
Implementing the plan involves the recruitment, selection, integration, training, rewarding and choosing the most 
appropriate benefits and ongoing assessment of performance to verify whether organizational objectives are 
achieved. These activities are components of human resource management. Human Resources Plan [9] is created 
in line with the strategic plan of the organization. As the organization identifies development opportunities 
available, it is necessary to correlate them with skills that will be needed to cover them. Recruitment, training and 
reward programs are designed to attract, develop and retain people with the skills. Human resource development 
involves a process of training people to perform the tasks needed in the organization. The problem lies in 
identifying the type of training that employee’s need. All decisions must take into account training motivating 
employees undergo training. There are a number of training techniques and elements necessary for a training 
program to be effective. Performance assessment is important in assessing the behaviors considered appropriate, 
as well as the appropriate and equitable to grant rewards. To ensure beneficial relationships between management 
and employees are performed a series of activities such as conflict management, strengthening relations with 
trade unions or employee representatives and employee counseling. As he develops sizes [10] any organization 
faces problems need human resources. If the organization is growing, you must set methods for finding and 
hiring people who possess the required skills. This usually reflects a form of human resource planning. Analyzing 
the organization's projects and future trends, it is estimated the number of people needed and the type of skills 
and competencies they require any vacancies.  
Part of this process is the succession management, i.e. determining the number of managers who will retire 
and the extent to which the organization has talented people to replace them. After developing a human resource 
plan must follow a number of steps required to implement the plan. The first essential part of the implementation 
is to determine the number of people with specific skills needed at some point. The next step is recruiting - a 
procedure used to attract qualified people to apply for vacancies within the organization. After people were 
attracted to apply for the position, the selection process used to determine those who will actually perform the 
tasks in the organization and be engaged. People new employees [11] should be taught the rules and standards 
organization and for this type is used a program of integration or orientation. After people were integrated into 
the system, it is usually necessary to help update their skills, attitudes and general skills, bringing them to the 
level considered suitable organization through training and development of employees. Believed to be accurate 
are set salaries for people with certain skills and job responsibilities and appropriate performance evaluation 
procedure by which management can make good decisions granting rewards offered as pay or promotion. As 
people are established in the organization are concerned with benefits (health insurance, sick leave and rest, 
pension funds) that are offered.  
Employees can choose their representatives or to join a union to protect their rights and promote their interests 
and therefore there is a need to employ a collaboration with these structures. When conflicts arise skilled 
interventions are needed to manage and resolve them constructively. All these activities are staff-management 
relations substance. Human resources management is complex oriented activities efficient use of personnel of an 
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organization aiming at the achievement of its objectives and employee needs. HR concept is not new. P. Drucker 
in his book, three functions attributed to management: obtaining economic performance, lead managers and 
workers and labor management. "Man is the only resource available to man can be developed," he said, and 
"people should be considered as resources. Managers and workers together represent human resources of an 
organization [12].  "Individual, by its structure, by feelings, mentality, culture, motivation, desires and 
particularly by self-consciousness, is the great unknown of a system, can prevent or, conversely, may potentiate 
the action, process, activity. Also, by its nature a social being, man lives and acts in the community is part of 
some groups that feels more or less attached, groups that in turn interact with other groups, depending on some 
and exerting influence on others. Human resources are the creative, active and coordinating activities within 
organizations; they decisively influence the effectiveness of material, financial and informational. Describing 
people as "resources" to show that stresses the importance and their management requires high levels of genuine 
concern for people, care and professionalism. Managerial practice and thinking led to the displacement expert 
attention from material to human resource factor.  
This led to the conclusion that [13], the individual is more than a mere component of productive factors and 
human resource management than rigid principles of asset management company must consider a number of 
features that are beyond economic calculation. Only taking into account all aspects that define human personality, 
skills, knowledge, aspirations, temperament and character traits, management may be able to run most precious 
resource, the only resource equipped with the ability to know and overcome limitations. Emphasizing the role of 
human resources [14], but a conservative does not mean other resources. Systemic approach involves designing 
company interdependent resource from fundamental objectives whose achievement cooperate together the 
essence connections that exist between them. Exaggeration of human resources at the expense of others affects 
the dynamic equilibrium of the organization [15]. Only the employee needs will allow for involvement in 
achieving the organization's objectives and contributing to corporate success only employees will be able to meet 
the needs of the work they perform [16]. Only when those involved understand the relationship of human 
resource management occupies an important position within the organization and contribute to its success.  
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